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Abstract
At the beginning of twenty-first century some trend of widely discussed phenomena of corporate social responsibility (CSR) had 
already drifted across the gender issues, taking into account several discourses of CSR: philanthropy, accountability and 
stakeholder relations. The diverse points for discussions concerned with gender and CSR might be addressed to the former debate 
on philanthropy and CSR. The scope of this study is recent debate on gender and CSR in terms of so called ‘big wins’ for 
business and society. Systematic review of scientific literature and actual evidence issued by respective research institutions was 
applied with the aim to organize and generalize range of gender and CSR related issues. Research results show that lately CSR 
paradigm had been taken into particular trend of debate on gender issues, most often examined in relation with corporate 
philanthropy. However, philanthropic view normally emphasizes much deeper understanding of CSR than that found in latter 
research.
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1. Introduction
Corporate social responsibility (CSR) had been widely discussed in different scientific and practical discourses 
worldwide for more than half of a century. Numbers of CSR issues and cases for CSR are found nearly in all sectors 
of human activity encompassing actual concerns about sustainability of business, governments and NGOs. In its 
initial phase issuing the demand for social responsibilities from businessmen (Bowen, 1953) in general, at the 
beginning of twenty first century some trend of CSR had already drifted across the gender issues. Going back to the 
Women's liberation movement in late sixties throughout the seventies of last century, lately gender issues start being 
discussed in a more focused manner in the context of CSR, sometimes giving a quite diverse character for 
discussions. 
For instance, Babcock (2012) gives some findings by New York experts, who states that “companies with a 
significant number of women at the top are better practitioners of CSR and sustainability than other firms and are 
delivering big wins for business and society”. Furthermore, the diverse points for discussions concerned with gender 
and CSR in some latterly issued points of view might be addressed to the former debate on philanthropy and CSR. 
At the annual Catalyst Awards Conference in March 28, 2012, Serena Fong, the director of government affairs at 
Catalyst, pointed out that “having more female leaders is associated with higher levels of corporate social 
responsibility, including philanthropy, and likely leads to higher quality CSR initiatives” (cited in Babcock, 2012). 
These and other similar points of view and some other latterly issued evidence from respective research 
organizations (e.g. Catalyst and Harvard Business School) had inspired the formulation of scientific problem for this 
study, namely, is there enough scientific evidence to recognized gender as an emerging trend in CSR?
The aim of this study is to give an overview of recent debate on gender in the context of CSR. The scope of the 
study is recent debate on gender and CSR in terms of so called “big wins” for business and society. Systematic 
review of scientific literature and actual evidence issued by respective research institutions was applied with the aim 
to organize and generalize range of gender and CSR related issues.
2. Literature review
     Continuously growing body of literature on CSR, which has arrived with Bowen’s book “Social 
Responsibilities of Businessman” (1953), and related concepts, keep demonstrating the fact, pointed out a decade 
ago by Garriga and Melé: “defining CSR is not as easy as it might at first appear” (2004). Up till now from the 
broadest general meaning CSR is understood as of what goes beyond the law. More precisely, the general concept of 
CSR as voluntary initiative had been proposed by European Commission in 2006 and has been specified lately in its 
new policy on CSR, issued in 2011. The latter concept define CSR  as “the responsibility of enterprises for their 
impacts on society”, stating the way of how companies should fully meet their social responsibility, i.e. enterprises 
“should have in place a process to integrate social, environmental, ethical human rights and consumer concerns into 
their business operations and core strategy in close collaboration with their stakeholders” (COM(2011) 681 final). In 
stating the multidimensional nature of CSR, European Commission had addressed gender issues as one of actual 
labour and employment practices, which visibility and dissemination of good practices should be enhanced.
One of the broadest definitions of CSR had been suggested by Carroll (1979) with several modifications (1991, 
1999, 2010) as four-dimensional CSR, taking into account economic, legal, ethical and discretionary (philanthropic) 
categories of business performance. The Carroll’s pyramid of CSR (1979) depicted the economic category as the 
base (the foundation upon which all others rest), and then built upward through legal, ethical, and philanthropic 
categories (Carroll 1991, p. 42). Carroll made it clear that business should not fulfil some of these in sequential 
fashion; each is to be fulfilled at all times (Carroll, 1999). 
Lately CSR paradigm had been taken into particular debate from gender perspective, mostly examined in relation 
with corporate philanthropy (Catalyst…, 2011; Babcock, 2012; Testa, 2012, etc.), CSR reporting (Grosser & Moon, 
2005; 2008; Scholz, 2012), and, in seminal case, with stakeholder relations (Grosser, 2009). 
Grosser and Moon (2005) investigated the potential and actual contribution of CSR to gender equality in a 
framework of gender mainstreaming. They introduce gender mainstreaming as combining technical systems 
(monitoring, reporting, evaluating) with political processes (women’s participation in decision-making) and 
considers the ways in which this is compatible with CSR agendas. They had examined the inclusion of gender 
equality criteria within three related CSR tools: human capital management reporting, CSR reporting guidelines, and 
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socially responsible investment criteria on employee and diversity issues. Although evidence found by Grosser and 
Moon (2005) suggest gender equality information being requested within several CSR related reporting frameworks, 
these requirements are mostly limited in scope, or remain optional elements. They had investigated the nature and 
extent of relevant stakeholder opportunities to explain this unfulfilled potential. Furthermore, Grosser and Moon 
(2008) moved towards the research of the extent to which external reporting by UK best practice companies 
includes performance information about gender equality in the workplace. They had examined the reasons for 
company disclosure on this issue and the barriers to better reporting and found that new and substantial forms of 
gender performance reporting have emerged. At the same time they state, that, however, such reporting remains 
idiosyncratic and largely non-comparable. They found that market, civil society and governmental drivers inform 
reporting practices; however firms perceive no strong demand for, and significant risks associated with more 
detailed reporting. They had considered policy options beyond regulation.
Grosser (2009) had examined how progress on gender equality in the field of CSR might contribute to broader 
EU gender and sustainability objectives. She focuses on corporations and citizenship, and on company stakeholder 
relations in particular. While the literature on stakeholder relations has previously engaged with scholarship on 
feminist ethics, and in particular the ‘ethics of care’, this paper draws upon the feminist citizenship and feminist 
ethics literature, and upon gender mainstreaming strategy to suggest a more comprehensive approach to gender 
equality within SR. The aim is to extend our understanding of CSR as a potential policy instrument to advance
gender equality.
      Laytely relationship between women directors and CSR had been analyzed by Bernardi and Threadgill (2010) 
and Setó-Pamies (2013). Bernardi and Threadgill (2010) had assessed whether or not gender has a tangible effect on 
an organization’s decisions by examining a sample of Fortune 500 companies. The main aim of their research was to 
determine whether companies with a higher proportion of women on their boards of directors are more socially 
responsible. Bernardi and Threadgill (2010) set the initial point of research from general assumption, i.e. diversity of 
people generates a diverse set of opinions that impacts and improves the decision-making process. Their expectation 
was that gender diversity will increase socially responsible behavior by a corporation. Researchers found their 
results being confirmatory: an association was found between the number of female directors on a corporate board 
and the incidence of corporate social behaviour including, i.e. charitable giving, community involvement, and 
outside recognition of employee benefits. Setó-Pamies (2013) had analysed the implications that gender diversity 
has on CSR by carrying out an empirical study of a sample of firms from a variety of countries and sectors. 
Researcher also aimed at determining whether those firms with a higher percentage of women on the board of 
directors are more socially responsible as similar to Bernardi and Threadgill (2010). Setó-Pamies (2013) also found 
that the results supported the hypothesis on gender diversity’s positive influence upon CSR: female talent can play a 
strategic role in enabling firms to manage their social responsibility and sustainable practices appropriately.
3. Method and results
Systematic review of actual evidence issued by respective research institutions was applied with the aim to 
organize and generalize range of gender and CSR related issues. 
Recently new data had been gathered by joint research of Catalyst and researchers from Harvard Business School 
(2011). It was examined how corporate leadership and organizational structure influence CSR, by utilizing, so called 
in the research, ‘the most visible form of CSR’ in the United States, i.e. corporate philanthropy. Research suggests 
that, examined through the lens of corporate philanthropy, gender-inclusive leadership and CSR are linked. The 
main findings demonstrate three major trends. 
First, it was found, that companies with gender-inclusive leadership teams, compared to companies without 
women executive leaders, contributed, on average, more charitable funds. Indeed, there is given an explanation, that 
“it’s not only a matter of companies with more women leaders being larger and having more money to donate or of 
companies with more women being clustered in industries with higher levels of charitable giving” (Catalyst, 2011, 
p.2). 
Furthermore, the key factors that might influence total donations were controlled. It was found that “the presence 
of women leaders in Fortune 500 companies still has a significant, positive effect: more women leaders is correlated 
with higher levels of philanthropy” (Catalyst…, 2011, p.2). Hence, the report gives facts of those companies with 25 
percent or more women corporate officers as of 2007 made annual contributions that were 13 times higher than 
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those made by companies with no women corporate officers (Testa, 2012). By collecting additional evidence, it was 
found that gender-inclusive leadership has positive impact on CSR in general. In line with increased philanthropy, 
increases in other CSR areas, e.g. environmental CSR, was observed. 
Moreover, research propose, that gender-inclusive leadership likely affects either the level or quantity of 
philanthropic investment corporations make in CSR, and quality of CSR initiatives. However, the meaning of 
“quality of CSR initiatives” remains relatively negotiable, as proposed examples does not refer to any features or 
criteria for defining ‘qualitative’ CSR initiatives. In summing up, the general proposition given in the research 
points out that “gender-inclusive leadership is good for business and society” (Catalyst…, 2011, p.3).  
Testa (2012) gives a broader review, suggesting how “increased representation of women on boards appears to 
strengthen corporate social responsibility records, improve integration into the communities where the companies 
operate, and put a stronger focus on long-term sustainability issues”. She gives some excerpts with facts from 
several recent studies. For instance, “2020 Women on Boards“ is a national campaign to First Affirmative Financial 
Network increase the percentage of women on U.S. company boards to 20 percent or greater by the year 2020. On 
January 20, „Women on Boards“ launched a database, the „2020 Gender Diversity Directory“, which evaluates 
companies by the percentage of women on their boards. This is recognized as a valuable tool for investors to 
evaluate a company's diversity profile. „Women Corporate Directors“ (WCD) is a national membership organization 
supporting women board members, sponsors a “Call to Action” program advocating board diversity and excellence 
in corporate governance.
Scholz (2012) issues a concern of observed troubling practise in CSR reporting: “while more and more 
companies file CSR reports each year, the lack of transparency into workplace gender equality remains”. She states, 
that “today, women outperform men academically and increasingly enter the workforce, but do not reach 
corresponding leadership positions.  Many governments have stepped in to shatter the glass ceiling through 
regulation: Norway requires 40 percent of directors be female; France has a 20 percent female requirement for 
public boards in 2014, increasing to 40 percent by 2017; while in the U.S., public companies must disclose whether 
and how their nomination committees considers diversity in selecting directors”. She gives an overview, how the 
presence of qualified and experienced women in corporate governance results in better board practices from 
increased shareholder accountability to better legal compliance and even stronger financial performance. Therefore, 
closing the gender gap in management and governance positions actually correlates to stronger productivity on both 
corporate and national levels. Including gender in CSR reports allows tracking of gender equality progress by 
company, industry and nation. 
However, an important hurdle to analyzing gender equality in the corporate world is the lack of consistent 
definitions and the lack of companies including gender in their reports (Scholz, 2012). Even though the Global 
Reporting Institute included gender-related indicators in its G3 guidelines, many companies do not include gender 
data and, of the firms that do include gender, often only basic information is released, leaving unreported initiatives 
in career development, equal pay and employment. The G3 guidelines contain performance indicators to track 
changes and trends to monitor the progress of gender equality and development. GRI also provides guidelines for 
companies to start tracking and reporting their gender-related initiatives.
4. Conclusion and Discussion 
Lately CSR paradigm had been taken into particular trend of debate from gender issues, mostly examined in 
relation with corporate philanthropy and CSR reporting. However, philanthropic view mostly emphasizes much 
deeper understanding of CSR than that examined in latter research, as business agrees to participate in charitable 
activities even though this is perceived as a net cost and this impetus may come from a more altruistic or ethical 
sensitiveness to do some good for society. This is a major condition for taking into account philanthropy as part of 
CSR. Stating the fact that CSR is not just philanthropy, as it was commonly understood for a long period of time 
(hence, up till now!) in wide society. Here is the emphasis on how organizations do their daily work in treating their 
employees, producing goods or supplying services, marketing them, etc. In other words, CSR is not so much 
concerned of what business do with their profit, but much more of how they make that profit. Accordingly, it is time 
to go further than merely recognizing the value women provide in corporate governance in terms of philanthropy. 
202   Rita Vilkė et al. /  Procedia - Social and Behavioral Sciences  156 ( 2014 )  198 – 202 
Therefore the twenty-first century call for taking down the glass ceiling, close the gender gap and realize the
benefits of gender equality to the private and public sectors in much broader than philanthropic sense of CSR.
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